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| fthe average Australian worker is feeling

the strain as the sands of industrial relations

shift under our feet, how much greater is
back-
grounds? Much valid concern has been ex-
about the

the stress for those from less typical

pressed lately effects of new
employment policies on women, young peo-
ple, the low-paid and those in service indus-
tries. Migrant workers and those from a
non-English speaking background, however,
are a discrete labour group which receives
relatively little attention when the dangers of

decentralised bargaining are chronicled.

Yet they are among the most vulnerable
members of the Australian workforce. In the
Federal Race Discrimination Commissioner's
State of the nation — a report on people of
non-English speaking backgrounds, specific
concerns were expressed about the impact of
decentralised bargaining on these employees.
They were seen as having much less knowl-
edge of industrial relations processes than
workers from English-speaking backgrounds.
Relatively poor English skills were identified as
a major impediment to effective consultation in

the workplace.

These shortcomings were considered likely
to threaten real participation by migrant work-
ers in enterprise-based negotiations. Moreover,
a recent Department of Industrial Relations
study found that even where agreements had
been finalised, a lack of English comprehen-
sion was limiting full implementation of many
so-called best practice initiatives contained in
them.

There are some suggestions that these ba-
sic problems are made worse by the attitude of
both unions and management. The Australian
Mon-English Speaking Background Women's
Association (ANESBW A), for example, argues
that effective use of consultative committees for
these workers is often restricted when organi-
sations bypass them with the union's agree-
ment, because bargaining is considered to be
beyond the language skills of committee mem -
bers. To make things worse, unions are often
not well acquainted with the problems of this
group because members tend to be less ac-
tively involved than English speaking workers.
For this reason, ANESBW A has proposed a for-
mal charter of workers' rights to a minimum
bargaining capacity, achieved through guaran-
tees of access to training and provision of in-
formation about enterprise bargaining. Other
groups have suggested establishment of centres
— similar to working women's centres — as
resource facilities for workers of non-English
speaking background.

///CY/t-

a fter

group

With such tangible barriers confronting
them, it is no surprise that workers in this group
are finding the going hard under an enterprise-
focussed regime. Many enter it from a disad-
vantaged position to begin with. They are heav-
ily concentrated in the secondary or peripheral
labour market in poorly-paid jobs. Many are to
be found in declining industry sectors such as
textiles and clothing. But others can be found
in awide range of organisations across the full
industry spectrum. Some are certainly in librar-
ies. Wherever located, they have in common
the simple fact that, in a climate increasingly
based on industrial trade-offs, few have much
to bargain with. This no doubt iswhy a policy
paper by researchers Alcorsco and Hage (Bar—
gained away? Enterprise bargaining and non-
English speaking background women workers)
articulates and justifies the widespread fear that
these people are giving up far more than they

gain in enterprise agreements.

The research finds that there are some po-
tential benefits from decentralised bargaining.
Indeed, a minority of these workers in the metal
industry do seem to have made gains in above
average wage increases, better training oppor-
tunities and more flexible working patterns. But
for the majority, unfortunately, this is not the
case. Perhaps one of the greatest disappoint-
ments is the tiny number of enterprise agree-
ments which have included language and lit-
eracy training initiatives, even though this has
been identified as fertile ground for mutual
employer-worker benefit, through improve-
ments in productivity for the organisation with
simultaneous equity gains for the workforce.

Much can be done in this area, as shown at
Curtin University in Perth, for example. There,
the University's General staff award restructur-
ing and enterprise agreement includes a paid
leave for English language training clause. This
provides leave during normal working hours for
attendance at language classes by staff who
cannot meet prescribed standards of communi-
cation in English. They may qualify if their lack
of skills is impeding career prospects, causing
safety risks or damaging productivity outcomes.

Policies such as this obviously have great
potential for improving work performance, to
say nothing of the encouragement they clearly
provide to a work group not used to sympa-
thetic assistance at work. It is a pity that so
many employers lack foresight to adopt them.
For another distinct cultural group — Aborigi-
nal and Torres Strait Islanders — the problem
is somewhat different. For them, the clear im-
peratives are reductions in unemployment lev-

els and achievement of award coverage for
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workers in Government-funded community
organisations. ALIA is striving to play its part in
increasing employment opportunities through
its Aboriginal and Torres Strait Islander recruit-
ment and career development strategy dis-
cussed elsewhere in this edition.

But enterprise bargaining is already an
emerging issue for this group, too. And here it
isencouraging to note that some organisations
do seem to have taken promising steps to in-
clude new employment conditions of special
importance to Aboriginal and Torres Strait Is-
lander workers. The Health Insurance Com -
mission, for example, has introduced new cer-
emonial leave provisions; enhanced
bereavement leave has been granted in some

agencies to recognise the extended kinship sys-
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tems of indigenous people; and the ERA envi-
ronmental services enterprise agreement pro-
vides for employee training in Aboriginal tradi-

tions, language and customs.

These are very positive developments, not
just for Aboriginal and Torres Strait Islander
employees, but for enterprise bargaining gen-
erally. They are tangible demonstrations of
how the new system occasionally is proving to
be just what its rhetoric claims: that is, a proc-
ess which offers flexibility and advantage for
both employers and their workers. The tragedy
to date is the significance of the word ‘'occa-
sionally'. When it is replaced by 'usually’, per-
haps enterprise bargaining will have a chance
of realising the high hopes of its many advo-
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These and otherjob advertisements may be found on our web site, ALIAnet, at
http:/,'sw.vv.Jia.or™.au/jlic/iricitL/all”™*ppoir.tments.html. some late-breaking
advertisements not appearing in incite appear exclusively on ALIAnet.
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Orange Agricultural College
The University of Sydney

Applications are invited for appointment as a

SENIOR LIBRARIAN
(Permanent - Full Time)
readvertised

The successful candidate will be expected, under general direction, to provide
leadership in the development and provision of high quality library services in
addition to maintaining and menaging the library collection and is day-to-day
operation.

Applicants have Degree in Librarianship or recognised Library qualifications as
well as extensive experience in the management of a Library collection, and of

vacancy notice, but on a the supervision of professional, technical and administrative staff in a
dail b . computerised library environment.
atly asis: Preference may be given to applicants who can also demonstrate previous
experience in a tertiary institution and a knowledge of agriculture and related
disciplines.
Have you thought of Salary Within the range of HEW 7 ($37,504-$41,372), subject to
& Benefits:  review; plus a generous superannuation provision.
advertising your job Location: Orange, is three hours from either Sydney or Canberra by car.
This position offers a lifestyle with city attractions but without
vacancy on the internet? the inconveniences.
Further Acopy of the position statement may be obtained from Virginia

Information: Flanagan on (063) 605829 or flanagan@oac.usyd.edu.au.
Information about the position can be dbtained from Elaine Ryall
on (063) 605512. Applications, addressing the selection criteria
together with the names, addresses and facsimile nurmbers of at
least two professional referees of whom confidential enquiries
can be mede, should be addressed to the Personnel Maneger,
Orange Agricultural College —The University of Sydhey, PO
Box 883, ORANGE NSW 2800, to be received o later then
4.00pm on Friday 28 June 19%.

Equal employment opportunity is University Policy.
The College Campus is a non-smoking workplace
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